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This research aims to examine transformational leadership, work motivation, and work 

environment on performance through job satisfaction. This research was conducted in Military 

District Command, East Java. This research population shows specific characteristics that can be 

used to conclude the thesis. The population of this study were members of the lower ranks in the 

army, with a population of 527 people. Based on the notation of the minimum research sample 

size formula by Slovin above, a sample of 181 can be determined.  

Descriptive analysis can be carried out to assess characteristics using descriptive statistics such as 

mean, median, mode, standard deviation, variance, etc. The research results show that personnel 

motivation creates a positive and inclusive work environment. Work motivation is driven by 

awareness of the importance of the mission, recognition from leadership, and growth 

opportunities. A good work environment is based on explicit norms, open communication, 

collaboration, and mutual respect. This increases the job satisfaction of personnel in military 

organizations. Support and cooperation between unit members at Military District Command are 

critical to achieving optimal performance and operational goals. Contribution Research is an 

essential reference in studying employee satisfaction and performance, especially in military 

organizations that employ top-down decisions—using the Structural Contingency Theory (SCT) 

theory. 
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1. INTRODUCTION 

The Performance evaluation is carried out continuously 

according to the organization's mission and goals. A good 

organization is an organization that develops and applies the 

principles of professionalism to provide satisfaction values. 

Performance improvement can be done through a process of 

accountable human resource practices. Human resource 

practices can increase work motivation (existence, 

relationships and growth) to create performance (Hendri, 

2019). 

The implementation of an organization is often faced with 

various obstacles and challenges that impact employee 

performance. The obstacles in question include the speed of 

change, developments in the work environment and limited 

human resources in the organization. Environmental 

developments can influence job satisfaction levels (Karsli & 

Iskender, 2009). This shows that the human resources (HR) 

environment is critical because humans have a main role in 

the organization. 

The success or failure of an organization in maintaining its 

existence begins with managing human resources by 

empowering and maximizing existing leadership potential to 

be more productive in improving performance (Jaroliya & 

Gyanchandani, 2022). Borman (2004) stated that 

performance is a result that employees can achieve through 

the authority given to achieve the organization's vision, 

mission, and goals. 

In the era of globalization, organizational leaders pay 

attention to ways to improve organizational performance and 

increase employee job satisfaction so that they want to work 

better for the organization. Until now, job satisfaction has 

been an exciting and vital issue to study because it 

significantly influences the interests of individuals, 

organizations, and society (Agbozo et al., 2017). Job 

satisfaction is essential for improving performance because it 

is a significant problem that must be solved to improve 

performance (Ali et al., 2016) continuously. With more and 

more employees performing well, overall organizational 
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productivity will increase so the organization can survive in 

global competition. 

Employees must be able to complete their duties and 

responsibilities effectively and efficiently. Employee success 

can be measured through customer satisfaction, reducing the 

number of complaints, and achieving optimal targets 

(Brahmasari & Suprayetno, 2008). According to Anasi 

(2020), job satisfaction helps create positive employee 

attitudes, increases morale, improves performance, and 

creates pleasant relationships with coworkers. Employees 

who are satisfied with their jobs tend to be more creative and 

innovative, which helps the business to grow, develop and 

bring positive changes according to the market situation. In 

this way, organizations can compete internationally (Hendri, 

2019). 

Based on the problems above, this research aims to: 

Describe work motivation, work environment, job 

satisfaction, and performance and research contribution: It is 

hoped that this research can contribute to a better 

understanding of leadership styles theory in different 

conditions and situations, such as the human need for 

relationships with other people in the context of a leader who 

can provide inspiration and motivation. For the Indonesian 

Army 

It is hoped that the results of this research can be input to 

Army Headquarters for the development and development of 

human resources at the Military District Command. 

1.1 Literature Review  

Structural Contingency Theory is one of the references 

underlying organizational performance theory. Structural 

Contingency Theory's central premise is that there is no one 

best organizational structure; rather, the appropriate 

organizational structure depends on the contingencies facing 

the organization Blau (1970). This theory argues that 

organizations will be effective if managers adapt their 

characteristics, such as their structure, to the contingencies in 

their environment. Organizational success does not mean 

adopting maximum levels, but rather appropriate levels of 

structural variables that depend on some contingency 

variables (Donaldson, 2001). An organization that has 

characteristics (e.g., needs, demands, goals, objectives, and 

structure) that match the contingencies in its situation will 

work more effectively compared to an organization whose 

characteristics do not match the contingencies in its situation 

(Nadler & Tushman, 1980) 

Research by Chu & Lai (2011) states that performance is the 

quality of task- and work-oriented behavior. Meanwhile, 

according to Wan & Ong (2005), performance is the result of 

work achieved by a person or group of people in an 

organization by their respective authority and responsibilities 

in order to achieve the goals of the organization concerned 

legally, without violating the law and in accordance with 

morals and ethics. 

Performance, according to "Robbins & Judge (2012; 555), is 

the result of the quality and quantity achieved by a person in 

carrying out his duties based on the responsibilities given to 

him. Thus, performance (work achievement) is the result of 

work in terms of quality and quantity achieved by an 

employee in carrying out his duties in accordance with the 

responsibilities given to him." 

Factors that influence employee performance, according to 

Kasmir (2016), are skills and abilities, as well as a person's 

skills in adapting to workers, and satisfaction factors at work 

because of feelings of like or happiness; someone's pleasure 

in carrying out a job can create a good performance. 

Employees feel happy or enjoy their work so that the results 

of their profession are successful. Moreover, another factor 

that influences performance is work motivation, which can 

include the comfort of the activity area, such as room, layout, 

tools and adequate infrastructure. 

Good focus is essential for people to organize and maximize 

their abilities in carrying out activities or achieving goals. For 

Robert & John (2006), employee performance is success in 

achieving goals; there are three essential aspects, namely the 

employee's skills, which include ability, attention and 

character. Level of expertise is the material an employee 

possesses in the form of insight, description, expertise, 

interpersonal, and technical skills. 

Work quality is the achievement of employee performance 

measured by the work results achieved by workers at work. 

Work quality can also be measured by output or work results 

compared to the output standards set by the organization. 

Operational performance is related to the effectiveness of 

each resource the organization uses and the ability to use the 

human resources that work on it. 

 

2. RESEARCH METHODS 

2.1 Research design 

This research is included in the category of causal associative 

research using a quantitative approach. According to Sanusi 

(2011:14), causal associative research is designed to examine 

the possibility of a cause-and-effect relationship between 

variables. This research will explain the relationship between 

influencing and being influenced by the variables to be 

studied. According to Sugiyono (2018: 14) the definition of a 

quantitative method is a research method that is based on the 

philosophy of positivism and is used to research specific 

populations or samples; data collection uses research 

instruments; data analysis is quantitative or statistical to test 

hypotheses which have been previously determined. 

2.2 Population and Sample 

This research population shows specific characteristics that 

can be used to conclude the thesis. The population of this 

study were members of the lower ranks in the army, with a 

population of 527 people. Based on the minimum research 

sample size formula notation by Slovin above, a sample of 

181 can be determined. 
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2.3 Data analysis technique 

Descriptive analysis can be carried out to assess 

characteristics using descriptive statistics such as mean, 

median, mode, standard deviation, variance, etc. 

 

3. RESEARCH RESULTS AND DISCUSSION 

The results of the descriptive analysis show the frequency 

distribution of respondents' answers regarding feelings of 

motivation due to obtaining employee status. The majority of 

respondents stated that they strongly agreed with 110 

respondents (60.4%), followed by 63 respondents (34.6%) 

who agreed and nine respondents (4.9%) who stated they 

were neutral. The average value of 4.55 shows that most 

respondents strongly agree that they feel motivated because 

they have obtained employee status. 

Regarding feelings of motivation because they get guaranteed 

health services, the majority of respondents, 100 respondents 

(54.9%), said they agreed, followed by 55 respondents 

(30.2%) who said they strongly agreed, 23 respondents 

(12.6%) said they were neutral, four respondents (2.2%) said 

they disagreed, and no respondents said they strongly 

disagreed. The average value of 4.13 shows that most 

respondents agree that they feel motivated because they get 

health service guarantees. 

The existence indicator has an average score of 4.34, which 

means that respondents strongly agree that the existence of 

members is appreciated positively by the majority of 

respondents. The statement of feeling motivated because of 

obtaining employee status is the most approved in describing 

existence indicators. 

The distribution of respondents' answers or responses 

regarding feelings of motivation due to the support of fellow 

work members found that the majority of answers stated that 

they strongly agreed, namely 116 respondents (63.7%), 

followed by 57 respondents (31.3%) who agreed, and 9 

respondents (4.9%) %) which states neutral. The average 

score of 4.59 shows that respondents strongly agree that they 

feel motivated because of the support of fellow work 

members. 

The distribution of respondents' responses regarding all 

members involved in decision-making showed that the 

majority of answers stated that they strongly agreed with 103 

respondents (56.6%), followed by 70 respondents (38.5%) 

who agreed, and nine respondents (4.9%) who stated they 

were neutral. The average score of 4.52 indicates that 

respondents agree that all members are involved in decision-

making intensely. 

The relationship indicator has an average score of 4.55, which 

means that respondents tend to strongly agree that 

relationships are appreciated positively by the majority of 

respondents. The statement of feeling motivated because of 

the support of fellow work members is the most approved in 

describing relationships. 

The distribution of respondents' responses regarding feelings 

of motivation due to getting a promotion found that the 

majority of responses were 74 respondents (40.7%), followed 

by 64 respondents (35.2%) who strongly agreed, and 44 

respondents (24.2%) who said they were neutral. The average 

score of 4.11 indicates that respondents agree that they feel 

motivated because they received a promotion. 

The distribution of respondents' responses regarding feelings 

of motivation due to getting a better career path was obtained 

by the majority of answers agreeing with 95 respondents 

(52.2%), followed by 64 respondents (35.2%) agreeing, and 

23 respondents (12.6%) stating neutral. The average score of 

4.23 shows that respondents strongly agree that they feel 

motivated because they are getting a better career path. 

The growth indicator has an average score of 4.17, which 

means that most respondents agree that growth is appreciated 

positively by most respondents. The respondent's statement 

that they feel motivated because they have gotten a better 

career path is most agreed upon when describing growth. 

The overall average work motivation score is 4.35; this shows 

that most respondents' perceptions strongly agree with work 

motivation, which consists of existence, relationships and 

growth. The dominant statement of respondents' perceptions 

regarding work motivation is that respondents feel motivated 

because of the support of fellow work members. 

The results of the frequency distribution of respondents' 

answers regarding the ability of members to work together in 

realizing the vision. The majority of respondents stated that 

they agreed, as many as 103 respondents (56.6%), followed 

by 71 respondents (39.0%) who said they strongly agreed, 

and eight respondents (4.4%) said they were neutral. The 

average value of 4.35 shows that most respondents strongly 

agree that, as members, they can work together to realize the 

vision. 

Regarding the requirement for members to solve problems 

together with other members, the majority of respondents, 95 

respondents (52.2%), stated that they strongly agreed, 

followed by 82 respondents (45.1%) who agreed, and 5 

respondents (2.7%) declared neutral. The average value of 

4.49 shows that most respondents strongly agree that 

members must be able to solve problems together with other 

members. 

The teamwork collaboration indicator has an average score of 

4.42, meaning that respondents strongly agree that teamwork 

collaboration is appreciated positively by the majority of 

respondents. The statement that, as a member, I have to solve 

problems together with other members is most agreed upon 

when describing collaborative teamwork. 

The distribution of respondents' answers or responses 

regarding equal equality between members in the 

organization found that the majority of answers stated agree, 

namely 102 respondents (56.0%), followed by 75 respondents 

(41.2%) who strongly agreed, and five respondents (2.7% ) 

which states neutral. The average score of 4.38 shows that 

respondents strongly agree that there is equal equality 

between organization members. 
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The distribution of respondents' responses regarding 

members getting equal opportunities in their careers showed 

that the majority of answers stated that they agreed, as many 

as 98 respondents (53.8%), followed by 79 respondents 

(43.4%) who strongly agreed, and five respondents (2.7%) 

who said neutral. The average score of 4.41 shows that 

respondents strongly agree that, as members, they get equal 

career opportunities. 

The fair leadership indicator has an average score of 4.40, 

which means that respondents strongly agree that fair 

leadership is appreciated positively by most respondents. The 

statement that members have equal opportunities in their 

careers is most agreed upon in describing fair leadership. 

The distribution of respondents' responses related to 

synergistic interactions with external parties in the 

organization was formed. The majority of responses were 102 

respondents (56.0%), followed by 71 respondents (39.0%) 

who strongly agreed, and nine respondents (4.9%) ) who 

stated neutral. The average score of 4.34 indicates that 

respondents strongly agree that synergistic interactions have 

been formed with external parties to the organization. 

The distribution of respondents' responses regarding the 

existence of synergistic interactions with the community 

obtained that the majority of answers stated agree, with 103 

respondents (56.6%), followed by 74 respondents (40.7%) 

who strongly agreed, and five respondents (2.7%) who stated 

they were neutral. The average score of 4.38 indicates that 

respondents strongly agree that the organization has 

synergistic social interactions. 

The relationship indicator with stakeholders has an average 

score of 4.36, meaning that respondents strongly agree that 

most respondents positively appreciate relationships with 

stakeholders. The statement that there has been synergistic 

interaction with the community is most approved when 

describing relationships with stakeholders. 

The average overall work environment score is 4.39; this 

shows that most respondents' perceptions strongly agree with 

work motivation: collaborative teamwork, fair leadership and 

relationships with stakeholders. The dominant perception 

statement of respondents in the work environment is the 

statement that members must solve problems together with 

other members. 

Results of the frequency distribution of respondents' answers 

regarding the organization providing training. The majority 

of respondents stated that they agreed, as many as 104 

respondents (57.1%), followed by 52 respondents (28.6%) 

who said they strongly agreed and 26 respondents (14.3%) 

who said they were neutral. The average value of 4.14 

indicates that most respondents agree that the organization 

provides training. 

Regarding organizations placing employees based on their 

skills, the majority of respondents, 114 respondents (62.6%), 

agreed, followed by 50 respondents (27.5%) who strongly 

agreed, and 18 respondents (9.9%) who disagreed—the 

average value of 4.18 shows that most respondents agree that 

organizations place employees based on their skills. 

The professional development indicator has an average score 

of 4.16, meaning that respondents tend to agree that most 

respondents positively appreciate professional development. 

Current organizational statements have placed employees 

based on the skills they possess most agreeably in describing 

professional development. 

In the distribution of respondents' answers or responses 

regarding respect for superiors in the workplace, the majority 

of respondents agreed, namely 96 respondents (52.7%), 

followed by 71 respondents (39.0%) who strongly agreed, 

and 15 respondents (8.2%) who declared neutral. The average 

score of 4.31 shows that respondents strongly agree that there 

is respect for superiors in the workplace. 

The distribution of respondents' responses regarding 

superiors respecting subordinates in the workplace showed 

that the majority of answers stated that they agreed, with 96 

respondents (52.7%), followed by 76 respondents (41.8%) 

who strongly agreed, five respondents (2.7%) who said they 

were neutral and five respondents (41.8%) who said they 

strongly agreed. 2.7%) disagreed. The average score of 4.34 

indicates that respondents strongly agree that superiors 

respect subordinates at work. 

The indicator of working relationships with superiors has an 

average score of 4.32, which means that respondents tend to 

strongly agree that most respondents positively appreciate 

working relationships with superiors. The statement that the 

superior appreciates subordinates in the workplace is most 

approved in describing the working relationship with the 

superior. 

The distribution of respondents' responses regarding mutual 

respect for fellow members in the workplace showed that 90 

respondents (49.5%) strongly agreed, followed by 87 

respondents (47.8%) who agreed, and five respondents 

(2.7%) who said they were neutral. The average score of 4.47 

indicates that respondents tend to agree that fellow members 

respect each other. 

The distribution of respondents' responses regarding 

communication between members is currently going well, 

with the majority of answers stating that they strongly agree, 

with 102 respondents (56.0%), followed by 66 respondents 

(36.3%) agreeing, and 14 respondents (7.7%) declaring 

neutral. The average score of 4.48 indicates that respondents 

strongly agree that communication between members is 

going well. 

The indicator of working relationships with coworkers has an 

average score of 4.48, which means that respondents tend to 

strongly agree that working relationships with coworkers are 

appreciated positively by most respondents. The statement 

that communication between members is currently going well 

is most agreed upon when describing working relationships 

with colleagues. 

The average overall job satisfaction score is 4.32, this shows 

that the majority of respondents' perceptions tend to strongly 
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agree that professional development leadership, working 

relationships with superiors and working relationships with 

colleagues are the primary forms of job satisfaction. The 

statement that contributes most to job satisfaction is that 

communication between members is going well. 

Results of analysis of the frequency distribution of 

respondents' answers regarding members' responsibilities for 

the achievements of activity programs. The majority of 

respondents stated that they strongly agreed, with 95 

respondents (52.2%), followed by 78 respondents (42.9%) 

who said they agreed and nine respondents (4.9%) who said 

they were neutral. The average value of 4.47 shows that the 

majority of respondents strongly agree that, as members, they 

are responsible for the achievements of the activity program. 

Regarding being a consistent member in administrative 

equipment activities, the majority of respondents, 93 

respondents (51.1%), said they strongly agreed, followed by 

84 respondents (46.2%) who agreed, and five respondents 

(2.7%) who said they were neutral. The average value of 4.48 

shows that the majority of respondents strongly agree that 

members are consistent in administrative completeness. 

The distribution of respondents' responses regarding the 

activity program carried out as a member is relevant to the 

organization's goals. The majority of responses were 101 

respondents (55.5%), followed by 66 respondents (36.3%) 

agreeing, and 15 respondents (8.2%) ) stating neutral. The 

average score of 4.28 indicates that respondents agree that 

fellow members respect each other. 

The activity program implementation indicator has an 

average score of 4.41, meaning that respondents strongly 

agree that the implementation of the activity program is 

appreciated positively by most respondents. The statement as 

a consistent member in administrative completeness activities 

is most approved in describing the implementation of the 

activity program. 

The distribution of respondents' responses regarding 

members being able to complete tasks based on the specified 

time showed that the majority of answers stated that they 

strongly agreed with 95 respondents (52.2%), followed by 82 

respondents (45.1%) who agreed, and five respondents 

(2.7%) declared neutral. The average score of 4.49 shows that 

respondents strongly agree that they can complete tasks based 

on the specified time as members. 

The distribution of respondents' responses regarding 

members being able to complete work directly showed that 

the majority of answers stated that they agreed, with 87 

respondents (47.8%), followed by 68 respondents (37.4%) 

who agreed, and 27 respondents (14.8%) who stated they 

were neutral. The average score of 4.23 indicates that 

respondents strongly agree that they can complete work 

directly as members. 

The indicator for implementing individual activities has an 

average score of 4.36, meaning that respondents strongly 

agree that the implementation of individual activities is 

appreciated positively by the majority of respondents. The 

statement that members can complete tasks based on the 

specified time is most agreed upon when describing the 

implementation of individual activities. 

Regarding members having discipline in completing tasks, 

the majority of respondents, 89 respondents (48.9%), said 

they strongly agreed, followed by 88 respondents (48.4%) 

who agreed, and five respondents (2.7%) said they were 

neutral—the average value of 4.46 shows that most 

respondents strongly agree that members have discipline in 

completing tasks. 

The distribution of respondents' responses regarding 

members having speed in completing tasks found that the 

majority of respondents agreed, 88 respondents (48.8%), 

followed by 86 respondents (47.3%) who strongly agreed, 

and eight respondents (4.4%) who said they were neutral. The 

average score of 4.43 shows that respondents strongly agree 

that members can complete tasks quickly. 

The distribution of respondents' responses related to being a 

member of acting reasonably in completing tasks found that 

the majority of responses stated that they strongly agreed with 

97 respondents (53.3%), followed by 80 respondents (44.0%) 

who stated that they strongly agreed, and five respondents 

(2.7%) stated that neutral. The average score of 4.41 indicates 

that respondents strongly agree that, as members, they act 

reasonably in completing tasks. 

The distribution of respondents' responses regarding 

members being polite in carrying out their duties showed that 

the majority of respondents strongly agreed, 97 respondents 

(53.3%), followed by 80 respondents (44.0%) who strongly 

agreed, and five respondents (2.7%) who said neutral. The 

average score of 4.51 indicates that respondents strongly 

agree that, as members, they behave politely in carrying out 

their duties. 

The assignment quality indicator has an average score of 

4.45, which means that respondents strongly agree that most 

respondents positively appreciate the quality of assignments. 

The statement that members behave politely in carrying out 

their duties is most approved when describing the quality of 

their assignments. 

The overall average performance score is 4.41; this shows 

that most respondents' perceptions strongly agree with 

performance in implementing program activities, individual 

activities, and the quality of assignments. The dominant 

statement of respondents' perceptions regarding performance 

is that members behave politely in carrying out their duties. 

 

4. DISCUSSION 

Work motivation is one of the variables studied in this 

research. An overview of the description of the data resulting 

from the work motivation variable questionnaire statement is 

shown in Table 13. The indicators that reflect the work 

motivation variable in this research are existence, 

relationships and growth. Based on the analysis results 

Confirmatory Factor Analysis (CFA), it was found that all the 
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indicators tested had loading factor values exceeding the cut-

off value, meaning that the three indicators were able to form 

one factor or one latent variable, namely the work motivation 

variable. 

Relations are the most significant indicator of work 

motivation based on descriptive analysis of the highest mean 

or average value. Having support from fellow work members 

or between members is a driving force in motivating them to 

carry out their duties and obligations. This indicates that 

members in the Military District Command work area tend to 

support each other. Support between fellow members creates 

a solid bond when working together to carry out tasks. As one 

of the institutions of the military public organization, it is an 

institution that demands total loyalty and commitment and is 

an organization that is designed as a solid force to work as 

efficiently as possible whenever the state needs it. In line with 

the descriptive analysis, empirically, the relationship 

indicator also has the highest average value compared to other 

indicators describing work motivation. 

Next, the work motivation indicator provides the lowest 

contribution based on the analysis. The lowest average value 

is growth. This is determined by the motivation to get a better 

career path. To advance your career path in a military public 

organization, several years of service are required, and of 

course, each member must first undergo education as a 

condition for promotion. This indicates that members in the 

Military District Command work area perceive growth as not 

the main driver for carrying out their duties and obligations. 

4.1 Work Environment 

The work environment is one of the variables examined in 

this research. Descriptive analysis of data from questionnaire 

questions on work environment variables can be seen in Table 

14. In this research, the work environment is reflected by 

collaborative teamwork, fair leadership and relationships 

with stakeholders. Based on the analysis results Confirmatory 

Factor Analysis (CFA), it was found that all the indicators 

tested had loading factor values exceeding the cut-off value, 

meaning that the three indicators were able to form one factor 

or one latent variable, namely the work environment variable. 

The most significant contribution from indicators that reflect 

the work environment based on the results of the loading 

factors is teamwork collaboration. The results of the 

descriptive analysis also show that teamwork collaboration 

has the highest average value. This proves empirically that 

collaborative teamwork among members in the Military 

District Command work area is essential in forming a 

collaborative environment that allows for increased 

teamwork, especially in solving problems together to make 

everything run more smoothly so that it can contribute 

significantly to establishing a work environment at Military 

District Command. 

The work environment indicator that provides the lowest 

contribution based on the loading factor results is the 

relationship with stakeholders. This result is in line with the 

results of descriptive analysis, which also shows that 

relationships with stakeholders have the lowest average 

value. This indicates that members in the Military District 

Command work area perceive that relationships with 

stakeholders still need to be improved, especially synergistic 

interactions with parties external to the organization. 

4.2 Performance 

Performance is one of the variables examined in this research. 

Performance is defined as the quality and quantity of results 

a person achieves in carrying out tasks based on his 

responsibilities. Table 16 describes the data from the 

questionnaire questions on performance variables. Indicators 

that reflect performance variables include implementation of 

activity programs, implementation of individual activities 

and quality of assignments. From the results of the analysis 

Confirmatory Factor Analysis (CFA), it was found that all the 

indicators tested had loading factor values exceeding the cut-

off value, meaning that the three indicators were able to form 

one factor or one latent variable, namely the Performance 

variable. 

The quality of assignments is the most significant 

contribution from indicators that reflect performance based 

on loading factor results. This result is in line with the results 

of the descriptive analysis, which also shows that the quality 

of assignments has the highest average value. This proves 

empirically that the quality of assignments to members in the 

Military District Command work area is essential for carrying 

out and completing tasks so that they can contribute 

significantly to the performance of members in the Military 

District Command work area. 

Performance indicators that contribute based on the loading 

factor results are the implementation of individual activities. 

The results of the descriptive analysis also show that the 

implementation of individual activities has the lowest average 

value. This indicates that for members in the Military District 

Command work area, the implementation of individual 

activities has gone well but still needs to be improved. In this 

case, individual activities are implemented based on how 

members can complete tasks by following established 

procedures by their respective authorities and responsibilities 

to achieve organizational goals. 

 

5. CONCLUSION 

Motivate personnel and create a positive and inclusive work 

environment. Work motivation is driven by awareness of the 

importance of the mission, recognition from leadership, and 

growth opportunities. A good work environment is based on 

explicit norms, open communication, collaboration, and 

mutual respect. This increases the job satisfaction of 

personnel in military organizations. Support and cooperation 

between unit members at Military District Command are 

critical to achieving optimal performance and operational 

goals. 
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This research will be essential in studying employee 

satisfaction and performance, especially in military 

organizations that implement top-down decisions. Using 

Structural Contingency Theory (SCT), this research 

compares the success and failure of transplanting 

organizational structures from the private sector to the non-

profit sector, considering the many criticisms of this theory. 

Military organizations must increase leadership training to 

motivate and inspire subordinates, manage conflict, and build 

effective teams. This will help provide clear direction and 

constructive feedback and ensure that each member feels 

heard and valued. Open communication between superiors 

and subordinates and developing a reward system for 

achievements are also essential to increase motivation and job 

satisfaction. The use of effective feedback and performance 

evaluation systems is necessary to identify areas for 

improvement.  
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